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P R O J E C T  P R O P O S A L  
 

Recruitment and Retention in Merton Schools 

 

Project Leads: Jon Pepper (Attain co-ordinator) 

 
Project Timescale: 

 
November 2018 - September 2019 

 
Target Audience: 

 
Current and prospective Merton teachers 

 

Rationale 
 

Merton: The Current Situation 

Recruitment 

- Merton has a service level agreement with eteach.com, allowing each school to have a 

microsite for advertising vacancies 

- Last year, Merton approached recruitment of NQTs using the eteach talent pool, with a 

strategy of attending recruitment fairs and signing up prospective applicants, then inviting 

them for ‘mock’ interviews with the Merton School Improvement team. There was a good 

degree of success in these staff securing jobs at Merton schools 

- Our ITT partners (Teach Wimbledon and MSTA) also had a good success rate in retaining 

their staff from school direct training places 

- We have a strong package of benefits for teachers in the Borough through the Employee 

Assistance Programme (EAP) and the Kaarp Employee Discount Scheme. 

 

Retention 

- Our comprehensive CPD programme is our most useful tool for sharing best practice, 

including how to avoid unnecessary workload.  
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- There is also a strong benefits package for teaching staff through the EAP and the Kaarp 

Employee Discount Scheme. 

 

 

 

 

Merton Council Recommendations 

Report and recommendations arising from the scrutiny task group review of the 

recruitment and retention of teachers in Merton, (January 2018) - 

https://www2.merton.gov.uk/recruitment%20retention%20tg%20report%20FINAL.pdf 

 
Key Recommendations relating to Attain: 

2. “We therefore recommend that the School Effectiveness Partnership Board should 

consider a more proactive and personalised approach to match applicants in the Eteach 

talent pool with specific school vacancies in order to increase its effectiveness.” 

3. “We recommend that, once the government has released details, the School Effectiveness 

Partnership Board should consider if the teacher apprenticeship scheme could be 

implemented in Merton.” 

4. “We recommend that the School Effectiveness Partnership Board should promote a wide 

range of recruitment routes to assist headteachers with advertising vacancies in their 

schools.” 

8. “We recommend that all the benefits that are currently available to teachers and other 

school staff should be publicised to all school staff and clearly documented on all relevant 

webpages. This should include the interest free season ticket loan, purchase of a bicycle 

through the Cycle to Work Scheme (salary sacrifice) and nursery/childcare vouchers.” 

(see also Cabinet recommendations 10-15 for housing initiatives as potential unique benefit 

for Merton teachers) 

 
 
DfE Recommendations 

Recruitment 

DfE recently launched a portal to help schools avoid fees when advertising jobs 

(www.teaching-jobs.service.gov.uk). 

https://www2.merton.gov.uk/recruitment%20retention%20tg%20report%20FINAL.pdf
http://www.teaching-jobs.service.gov.uk/
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Retention 

The Government noted workload as “the most frequently cited reason for teachers wanting 

to leave the profession” so the DfE have recently published a collection of materials as a 

toolkit entitled ‘Reducing Teacher Workload’. The toolkit contains a number of subsequent 

working group documents relating to reducing workload in specific areas once identified in 

schools.  

 

 

Promoting Wellbeing 

It is crucial to promote wellbeing in staff in order to improve retention and also 

recruitment, to a lesser extent. Manageable workload is one of the major drivers of 

wellbeing but there are often other relevant factors which affect wellbeing. As seen below, 

wellbeing and subsequently recruitment and retention act as important precursors to 

achieving many of the other priorities of Attain.  

 

 

 
 

https://www.gov.uk/government/collections/workload-reduction-toolkit
https://www.gov.uk/government/collections/workload-reduction-toolkit
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At the recent Local Government Association event, speakers highlighted how job design has 

a major impact on wellbeing. The teaching profession is not in keeping with other sectors 

regarding job design - for example, only 28% of female teachers are part-time compared to 

40% nationwide. By offering staff the hours that meet their needs, schools significantly 

increase staff retention rate and save money in the long-term.  

 

Personal financial pressure also has a major impact on wellbeing. There are ways that 

teachers’ financial concerns can be supported through intervention at partnership-level. 

 

Having a workplace culture which reinforces positive interaction between staff, encourages 

collaboration and minimises isolation was also noted as critical for the maintenance of staff 

wellbeing.  

 

 

 

Project Aims 
 
 
Recruitment   
1. Make Merton schools a more appealing prospect for all teachers to apply for jobs in, 

from NQTs through to senior leaders. 

2. Ensure Merton school jobs stand out when there are vacancies. 

3. Become more personalised in the approach to prospective applicants. 

4. Widen the marketing reach to attract applicants from further afield. 

 
Retention  

5. Implement relevant guidance from the DfE reducing workload toolkit, including 

beginning a systematic analysis of areas of unnecessary workload across Merton schools. 

6. Offer a cohesive and consistent programme of staff wellbeing through investigating its 

main drivers in and out of schools, in addition to maintaining a manageable workload. 
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Actions 

 

To drive the actions in the table below, a project group should be set up comprising of 

Attain Coordinator, Jon Pepper, alongside a number of teachers to represent the views of 

school staff in relation to their daily lived experience. To boost their engagement with this 

project, participant teachers will be funded by Attain for the equivalent of 2 working days 

release time each, to be taken between January and April 2019. 

 

 

ACTIONS 

AIMS 

1 2 3 4 5 6 

Marketing  

Social media (LinkedIn/Twitter)  ✓ ✓ ✓   

Attain website ✓ ✓  ✓   

Public advertising    ✓   

Workload Spring Conference 

Strategies for reducing workload ✓    ✓  

Culture change 

In-school wellbeing campaigns ✓    ✓ ✓ 

School wellbeing champions ✓     ✓ 

Cabinet Housing Policy Change 

‘Good tenant’ offer ✓ ✓    ✓ 

Teachers shared ownership list ✓ ✓    ✓ 

Reduced rents for teachers from 

Local Authority Property Company 
✓ ✓ 

   ✓ 

Rent deposit scheme ✓ ✓    ✓ 
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Costings 

 

 

  

 Item Cost 
 

Project group: 2 days release time per teacher £2000  

 
 
Marketing: 

 
 
Set up Twitter / LinkedIn accounts 
and run promotions 
 
 
Design and print adverts for public 
spaces 

 
 
Nil (see 
marketing 
strategy) 
 
Nil (see 
marketing 
strategy) 
 

Spring conference: Room booking / refreshments 
 
Consultants’ fees 

£1500 
 
£3000 
 

Culture change: 
 
 

Design and print posters for 
classrooms and staff rooms 

£500 

Cabinet housing policy change: Meet with cabinet members to drive 
through new support initiatives 

Nil 

  
TOTAL: 

 
£7000 
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Indicative Timetable 

 

November 

Book Attain stands at suitable recruitment fairs across London. 

Invite headteachers to attend the fairs and represent schools in the Borough. 

First meeting of project group to take place. 

Design adverts for placement in public spaces. 

Set up Twitter and LinkedIn social media accounts. 

Design and order branded materials for university recruitment fairs. 

 

 

December 

Second meeting of project group to take place. 

Secure headteacher representation at recruitment events. 

Book venue and consultants for spring workload conference. 

Arrange meeting with members of Merton cabinet to address housing policies. 

Design posters for workplace wellbeing drive in schools. 

Appoint wellbeing champions in schools to promote initiatives. 

Advertise workload conference directly to schools. 

 

January 

Attend university recruitment fairs across London and the South East. 

Third meeting of project group to take place. 

 

February 

Attend university recruitment fairs. 
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March 

Spring workload conference to take place. 

 

April 

Fourth meeting of project group to take place. 

 

 

Evaluation 
 
 

Measuring Our Success 
 
Recruitment and retention in Merton schools between 2018-2020 will be compared directly 

to the 5 years preceding this project, and to national data. We will take into account: 

 

- Teaching staff dropout rate 

- Total teaching job vacancies advertised over the academic year 

- NQTs employed at the start of the academic year 

- Number of prospective applicant details collected 

- School spending on recruitment over the academic year 

 

 

 
 

 


